The 
Introduction
When some selected businesses get richer and richer marginalised workers continuously are confronted with the grave issue of Alienation. My critique would open doors for further discussion and debate in the subject matter and would present a highly philosophical, more insightful picture of the subject matter. Although a Marxist critique of this nature to industrial that this is a new avenue introduced to the Sri Lankan academic discourse on industrial psychology and counselling. It must be further stated that it is pathetic to understand that there are hardly any critical debates on the subject matter in this country, after comprehending the essential importance of the aforesaid subjects in the human civilization.
To initiate the discourse, it is much more appreciate to lay down few formidable and accepted definitions for both industrial psychology and counselling to illustrate conceptually their essential link in my supposed critique.
What is Industrial Psychology and

Counseling?
Counseling: Counseling is a process in which the counselor, or therapist, helps you understand the causes for your problems and guides you through the process of learning to make good life decisions.
Industrial Psychology: "…..to acquire better understanding and control of these relationships:
…between the worker and his work, worker and his immediate supervisor, between worker and management [and] between the worker and his fellow workers" -Viteles (1933)-Therefore it should be understood from the above two definitions that there is an essential unbreakable link between Industrial Psychology and Counselling. It is like they are two sides of the same coin.
Industrial Psychology introduces the principles for the maintenance of proper psychic levels of all the employees to achieve the company goals while Counselling serves in dealing with practical industrial disputes in the workplace due to the lack of the aforesaid correct psychology of the employee by identifying and proposing creative solutions to persistently carry on the smooth functioning of the organization without inappropriate breakages due to these employee disputes and psychological issues.
Therefore when dealing with either of the two subjects, the remaining one also should be taken into account deeply. That is why I brought forward theories from Industrial psychology to deal with Counselling issues in the work place.
Historical Development of Industrial
Psychology and Counselling
With the onset of industrial revolutions in Great Britain and the United States of America during the late eighteenth and nineteenth centuries, respectively, the production process became increasingly specialised in nature (Carrell & Heavrin, 1991) . The artisan as master craftsman was being replaced by the unskilled labourer who could be trained with relative ease to perform the mostly simple and redundant work of the industrial factory or shop. This early deskilling of the production process introduced new opportunities for the exploitation of human labour as the increased control wielded by the owners of capital over the labour process enabled them to efficiently maximize returns on purchased labour time.
Parallels of Alienationand Industrial Psychology:
Taylor And Scientific Management A pioneer in the endeavour to streamline the production process and make the most efficient use of human labour was Frederick Taylor whose research into the scientific management of the production process lay the ground work for the modern factory system of production (De Silva W. P., 1978) . Taylor began his research towards the end of the 19th century using as working hypothesis for his studies the existence of a neoclassical style relationship between the owners of capital and the workers in which both attempt to maximize the returns on their labour investment, the former concerned with the maximization of profit, the latter with expending as little physical effort as possible for a given amount of pay (Viteless 1933, p.10) Taylor's belief in the intellectual inferiority of the manual labourer led him to insist that the best interests of the worker could only be served through the expertise of the scientific manager who could guard against unnecessary physical exertion by formulating the most efficient application of human labour to productive capital. At the same time, he believed the best interest of business would be served due to increase in worker productivity made possible through the scientific management of work.
Taylor's vision of the social implications of the scientific study of work was utopian; he envisioned a world in which productivity could be vastly increased to the benefit of all. In 
Alienation
The term alienation originates from the work of Karl Marx on the effects on workers of the capitalist labour process and is Ill described in a number of studies (Adler, 2010) . To Marx, alienation is a condition in which man becomes isolated and cut off from the product of his work, having given up his desire for selfexpression and control over his own fate at work. He finds that he enacts a role in which he is estranged from the kind of life of which he is capable (Fitzpatrick, 2006) . 
Parallels of Alienationand Industrial Psychology:
The technical term for all this is known as the 'labour process'. The term labour process may sound complicated but the essential ingredients are easy to understand. It is the process through which labour power (work) is transformed into labour (product). In simple terms, workers (employees) produce a commodity that can be sold in the marketplace. It is the task of capital (employers) to so organise labour that a profit can be made. Inherent with this task is the control of all aspects of the process, such as holding down costs, increasing the use of machines (for example, automation and job deskilling) and organising work for efficiency. 
Management and Alienation
Since its appearance as a concept in management Claydon and Doyle (1996), Mullins (2005) . A crucial issue is that of control -are these efforts really aimed at giving workers more control over their work situation, or are they best described as pseudo arrangements? A continuing issue stems from the fact that managers, especially at loIr levels, are often unwilling to relinquish control over subordinates. Hellriegel and Slocum (1978) report on a number of less obvious methods of control, including budgets, structure, policies, recruitment, training, reward/punishment systems and technology including computers.
Selection and training together with efforts to secure high commitment and culture change stand out as prime candidates. They can be best described as covert mechanisms of control.
Rather than overt methods such as autocratic supervision and bureaucratic structures, they operate psychologically to convince individuals that their inner self is aligned with their work self. This is attempted at three levels: firstly by only selecting persons who appear to be compatible with the organisation, its goals, structural arrangements and methods to leave, will support organisational goals and work harder (Mowday et al, 1982; Brown, 1996; Matthew & Zajac, 1990) . As Legge (1995: 179) observes from the literature on commitment, "it is assumed that the intention is to develop a strong, unitary, corporate culture, whereby There is, however, some debate between the managerial and social science views of culture (see Salaman, 2001; Buchanan & Huczynski, 2004) . Where the managerial view holds that culture is something that organisations have and so has an objective reality that managers can create and use; the social science view is that culture is merely a subjective reality and just is, meaning that, although it can be studied, the notion that it can be managed or manipulated is rejected. At the same time, however, the latter view does not completely deny that leaders may have some influence, since they are also involved in interactions which help shape the organisation's culture. Having said this, there is little doubt that organisations exert considerable effort to influence, manage and change culture aimed at increasing organisational performance.
Parallels of Alienationand Industrial Psychology:
In so doing, it is argued that in essence the aim is to create a perception for the individual of an alignment between the inner and organisational self.
The fact that these efforts are at best only partially successful (Legge, 1995; Salaman, 2001; Guest, 1990; Wood, 1989) 
Human Resource Management and Alienation
The factors outlined above fit snugly with the thrust of human resource management (HRM) models over the past twenty years, (Beer et al, 1984 : Fombrun, et al, 1984 Guest. 1989) , which emphasise, inter alia, outcomes of commitment, performance and strategic integration. These models represented a new approach to managing employees and the term HRM gradually replaced that of personnel management. There followed debate as to the meaning of HRM, which has persisted over the years due to inherent ambiguities and contradictions (Storey, 2001: 5) . This debate focussed on whether HRM should be seen as a system designed to develop employees (the 'soft' version) or, alternatively, to ensure full utilisation of employees (the 'hard' version) (Keenoy, 1990; Storey, 1992) . Guest & Hoque, 1994; Legge, 1995; Guest, 1999; Sisson, 2001; Storey, 2001) . Legge A more productive approach to dealing with alienation appears to be to invest more in selection processes that emphasise matching work to the inner or 'true' self and by fitting the work to the psychological makeup and personalities of job applicants.
